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CVF Model Meets the Individual 

Level

• It is important for the manager to meet the 

CVF needs of the organization and their 

department

• CVF has been used widely at an 

organizational level which leads us to infer 

that it may be a useful to at the group level 

(team behaviors) as well as individual level 

(managerial competencies)



Management Skills Assessment 

Inventory

• “Helps managers identify their current 

managerial strengths and weaknesses as well 

as the competencies that will help the 

organization move towards the preferred future 

culture.” (Cameron & Quinn, 1999)

• Measures behavior and actions not managerial 

style or attitudes

• Self-ratings of MSAI compared to others’ ratings 

of individual as manager (360 feedback)



Critical Managerial Competencies

Culture Type: Clan

Managing teams

Managing interpersonal relationships

Managing the development of others

Culture Type: Hierarchy

Managing acculturation

Managing the control system

Managing coordination

Culture Type: Market

Managing competitiveness

Energizing employees

Managing customer service

Culture Type: Adhocracy

Managing innovation

Managing the future

Managing continuous improvement

Flexibility and Discretion

Stability and Control
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Significantly Cool Findings

• CEOs and Mayors found to work more 

effectively with each other when their 

managerial style on the MSAI complemented 

each other (Martin & Simons, 2002)

• Presentational Communication in Management 

Contexts were found to be different along CVF 

model: relational, informational, instructional, 

and transformational (Quinn, Hildebrandt, 

Rogers & Thompson, 1991)



Significantly Cool Findings Cont’d

• In management teams, it was important to 

have skills in all 4 quadrants and a list of 8 

roles were subsequently developed (Yang 

& Shao, 1996)



Mentor

Facilitator

Monitor

Coordinator Director

Producer

Broker

Innovator

Open Systems ModelHuman Relations Model

Internal Process Model Rational Goal Model
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